This chapter focuses on the study of the impact of the characteristics of the leader on innovative work behavior (IWB) of the collaborators, establishing the influence of contributing factors, such as the organization learning capability (OLC) and team-member exchange (TMX). This presentation shows new relational models and contributions to the understanding the mechanisms about how variables of positive psychology (the selfefficacy (SE), hope (HP), optimism (OP), and resilience (RL) of the leader) or managerial variables (organization learning capability) can influence variables of an individual level (team member exchange and innovative work behavior). Supported by structural equation modeling, a statistical appropriate test method to confirm the empirical evidence of the hypotheses raised in the shown studies, it was possible to confirm the positive relationship among the considered constructs that we discuss in this chapter. An appendix with questionnaires that the reader can use in the measurement of the leader characteristics and the other factors in the model, in order to get the real information about these variables focused on the improvement of the team and the organization performance, is included.
Introduction
Directing and managing an employee behavior have been an ongoing cutting-edge topic in research and organizational practice. The modification and management of team member behavior have been presented in psychological research for the last century (beginning, e.g., with the work of [1] [2] [3] ). Bandura [4] proposed theories that relate human motivation and performance with individual behavior according to both the self-efficacy (SE) theory [5] and cognitive social theory [6] [7] [8] [9] . In this chapter, we describe how important leader personal characteristics (self-efficacy (SE), hope (HP), optimism (OP), and resilience (RL)) influence the innovative work behavior of the team members, based on the evidence of our investigation.
Self-efficacy is the capacity or personal conviction that the subject has the required behavior in order to produce a particular result in a situation, activity, or domain [8] . Hope is a positive motivational state energy goal-oriented ( [10] p. 287). Optimism refers to relate positive future events with pertinent development reasons [11] . In addition, resilience is the capacity to recover quickly from the difficulties and go higher.
From another part, innovation, recognized as a source of competitive advantage and success for the company, operates in an increasingly more intense and dynamic global competitive environment, in which the development of new products and processes compete [12] [13] [14] [15] . In order to get both long-term survival and competitive advantage [16, 17] , companies need to innovate.
Innovation is an organization's capacity to improve its products and/or processes. But it too means its capacity to exploit the innovative potential of the innovative initiatives of its employees is an important element of organizational innovation, beyond the great technological advances [18] . These innovative initiatives also refer to as innovative behavior [19, 20] . Many academic works back the opinion that individual innovation helps achieve organizational success [21] [22] [23] [24] .
Many empirical studies provide evidence on the positive effect of innovation on the performance, profitability, growth, and effectiveness of the company (e.g., [25, 26] ). Innovative behavior also relates to the organizational culture [27] . The high-performance practices facilitate knowledge management and information exchange [28] , while human resource practices focused in organizational learning are associated with a greater level of organizational innovation [29] .
Other important factor, organizational learning, is increasingly positioned as an initiative for survival [30] . The positive performance of an organization that learns, going beyond what is considered standard, has been demonstrated in several studies, which are found primarily in the professional literature in the fields of health, social services, and education [31] [32] [33] [34] [35] . The concept of organizational learning can be applied to business and nonprofit organizations, schools, colleges, and universities, as well as service organizations [36] .
In summary, the study establishes the relationships among the four variables set out above in order to determine the impact of the leader's characteristics on the innovative behavior of the team members, identifying the influence that the organizational learning capacity and exchange among team members have on it.
The chapter is organized as follows: the first part (Section 2) presents the very important leader's characteristics involved in the discussion, self-efficacy, hope, optimism, and resilience. Then, we present the factors on other organizational levels, as the innovative individual behavior (Section 3), organizational learning capability (Section 4), and team member exchange (Section 5). The models constructed in the investigations are shown in Section 6. Conclusions of the chapter are in Section 7. Finally, an annex lists the questionnaires that measure the total variables considered in the chapter.
Leader characteristics
Organizational resources lead to a sustainable competitive advantage when they are valuable, rare, and inimitable and have no substitutes [37] . Resource and capacity theory recognize that human capital is among the most important resources in terms of improving performance [37] [38] [39] . However, in order to generate economic benefits from human resource, the company must assemble, integrate, and promote its capacities through the implementation of strategies that result in the differentiation of performance.
By paying attention to the positive psychological characteristics of their leaders, organizations can increase employee engagement, motivation, and important work outcomes. For example, the leader's positive psychological characteristics were positively related to feelings of followers' empowerment (in [40] ) and, also, a positive relationship between the leaders' positivity and the followers' positivity and performance (see [41] ). By paying attention to the positive psychological characteristics of their leaders, organizations can increase employee engagement, motivation, and important work outcomes. We mentioned four important factors according to positive psychology, about leader characteristics. They will be presented in the following discussion.
Self-efficacy
Self-efficacy (SE) is the person's conviction to success, regarding their capacity of motivation, exploitation of their cognitive resources, and definition of courses of action that executes a specific task ( [5, 8, 42, 43] ). In a specific sense, Wood and Bandura [44] propose that selfefficacy is the belief in one's own capacities in order to mobilize the cognitive resources, motivation, and courses of action required to support the demands of a particular task or objective.
In short, the effective performance of new and complex roles in any activity requires the individual to have enough confidence in his or her competences to play a role that covers wider and proactive activities in order to go beyond the traditional technical performance requirements [45, 46] . It is precisely this requirement, in relation to the organizational context, that self-efficacy develops its conceptualization and contribution.
Self-efficacy refers to a person's judgment regarding his or her own capacity to handle specific situations, allowing us to focus not only on the abilities of people but also on their beliefs in terms of what they are capable of doing, regardless of the skills each actually possesses [47, 48] . Empirical research has shown that people who feel capable of performing certain tasks do so better, persist in their efforts (even in the face of adversity), and are capable of better handling situations of change [49] [50] [51] .
High self-efficacy in persons means that they motivate themselves; designate high goals for themselves, without waiting for others to impose them with challenging goals; opt to perform difficult tasks; welcome the challenges, which are considered as opportunities for growth; strive to achieve the objectives; and face strong obstacles [11] . In addition, problems such as insecurity, skepticism, social criticism, negative feedback, the obstacles, and setbacks have a relatively small effect on people with high self-efficacy [52] .
The self-efficacy-performance relationship is clearly recognized by scientific community (e.g., [42, 43, 52] ). Also, self-efficacy has demonstrated a positive impact in the workplace, which increases the motivation [52] , the effectiveness of leadership [41, 53] , the creativity [54] , the making of moral and ethical choices (Youssef and Luthans, 2005; [55] ) the career decision-making, the participation (Lam et al., 2002), the learning [56] , and the project [41, 57-60].
Hope
Hope (HP), according to Snyder et al. ([10] p. 287), is defined as a "positive motivational state that is based on a sense interactively derived from: 1) Agency (energy goals-oriented) successful and 2) path (planning to achieve goals) successful." The hope of individuals within an organization refers to the orientation toward goals. It sets goals, plans how to reach them, and puts the effort required to achieve them [11] .
Originally, hope had been studied from the perspective of positive psychology, but it was not directly related to the organization. In this sense, hope was found to be positively related to academic and sports performance, physical and mental health, survival and the copying of beliefs and skills, and other aspects of life and well-being [61] [62] [63] [64] [65] [66] .
Since 2002, literature has been focused more on the organizational perspective of hope. In this regard, we found positive relationships between hope and organizational profitability [67] ; also hope for entrepreneurs and their satisfaction with the property of the company [68] ; also between the hope of the leaders and the profitability of their units, as well as satisfaction and retention of its employees [69] ; and between the hope of Chinese workers and the performance described by the supervisor and the salary on merits [70] . On the other hand, the hope is related positively to the performance of employees, their job satisfaction, his happiness in the work, and its organizational commitment [71] .
According to [11] , hope can be improved through various approaches. One of these approaches is that of "individual goals": when individuals internalize the objectives, they become more committed to them; this commitment will increase their motivation, performance, and planning to achieve them. Another approach is the "goals"; this means designing goals that are well defined, measurable, and challenging but achievable. "Modular" is another way to improve the hope. It consists of breaking a complex goal in modules or small subgoals, easy to reach the ultimate goal. An approach is to increase the involvement of the person. When the individual receives power and autonomy to make decisions, he is not only encouraged but also flows a cognitive process that makes the person think that what seemed impossible is now possible.
Leadership
In addition, the "reward system" can be adapted to increase the hope. When the rewards are related to specific actions, it shows that their actions directly influence its recognition, which can result in a higher motivation. Another approach is to give the individual access called "individual resources"; with a useful allocation of resources, individuals can better respond to changing situations and uncertainty and so achieve their goals in a more effective manner. The "strategic alignment" is also an important approach to improve the hope.
This means aligning people with their strengths and talents, providing each individual a set of different possible ways to be successful at work. Last but not least, individuals can receive "special training" for the development of hope; these trainings should be practical, interactive, and participatory so that they are effective. An important aspect to be taken into account, when training hope, is to keep high levels of awareness, self-regulation, self-evaluation, and self-development of the individual to be truly oriented toward the objectives.
Optimism
Optimism (OP) is colloquially understood as the expectation of positive developments in the future; however, the optimism within organizations is slightly different [11] .
In organizations, high levels of optimism means that individuals interpret future developments as positive, long-term, comprehensive, and dependent on themselves. Meanwhile, the negative events as dependent of external, temporary, and situational reasons are interpreted [69, 72] .
However, too much optimism could create a nonpositive thinking that relates to all things negative to external factors, ignoring one's own errors, which would create an illusory burst of ego. Therefore, individual with high level of optimism should be realistic and flexible, self-disciplined, analytical of events, planner of contingencies and a preventive person [11] .
Literature supports that optimism is positively related with the physical and psychological health and well-being, with the auto-adjustment and recovery (e.g., [73] [74] [75] [76] [77] [78] ). Also, optimism is positively correlated with the work performance [70, 78, 79] and with successes in sales and leadership, among others (e.g., [41, 80, 81] ).
Optimism can be improved to defy the pessimistic thoughts, by identifying and addressing the negative aspects and take them into account. It will encourage a more productive and positive attitude, which would create a more realistic optimism (Schneider, 2001; [81] ).
Through strategies of targets, individuals can be trained in construction of realistic and achievable goals, which can confidently experiment and succeed [11] . These authors point out that the optimism of the individual can, generally, be improved having compassion for the past, appreciation for the present, and looking for opportunities for the future.
Resilience
Usually, resilience is understood as the capacity to recover quickly from the difficulties, but it also means the performance improvement even more than until problems occur. Luthans, Youssef, and Avolio [11] called it "recover and go beyond." This means that the individual, apart from recovering from an adverse situation, is able to return with an exceptional level of performance, which is higher than its normal performance level. Figure 1 explains this process. It shows that performance level of 5 was normal during periods between moments 1 to 4. In the period between moments 4 and 5, the emergence of problems involves the consequent decrease in the performance to level of 1, and then radically increases the work effort. This effort does not stop at the level of routine operational performance, but it goes further:
instead of again reaching 5 the normal level of execution, operations are now performed with benefits until level 8. It notes that the figures used in this graph are chosen randomly and do not have any statistical background; it is simply an illustration of the effect of "recovery and beyond."
The factor resilience (RL) is, then, an important factor for positive thinking and productive behavior, especially in times of difficulty and change. Luthans, Youssef, and Avolio [11] established that in this highly competitive, unpredictable, risky, and globalized world, resilience is becoming an important requirement at the level of the individual, the leader, and the organization.
Masten [82] found that there is a particular asset, which may contribute to greater resilience. These are cognitive skills, temperament, positive self-perception, faith, a positive attitude in life, emotional stability and self-regulation, a sense of humor and draw attention, i.e., the "attractiveness." Also, to increase resilience, are very important relationships; in this sense, Masten [82] highlights the importance of the care given to adults, effective parenting, the couple pro-social and regulatory standards, and collective effectiveness in the community, which give the individual the strength to "recover" the difficulty.
In the literature, resilience has been studied from the perspective of the development of clinicaland psychological subjects, especially in post-traumatic recovery and adaptation [11] . However, resilience is now also studying from the organizational point of view.
Luthans, Youssef, and Avolio [11] have found some ways to improve the resilience in organizations. These can be focused on assets, the risk, or the process. 
Leadership
The asset-centric strategies develop resources that can increase the probability of achieving positive results. One of these strategies is to develop human capital. This can be done through the transmission of culture and business values, as well as its structure, strategies, and processes, using policies of socialization, orientation, or rotation at work. This will result in the development of the education, experience, knowledge, skills, and capabilities. Other asset strategy is the development of social capital. This can be done through open communication, building confidence, authenticity and transparency, feedback and recognition, teamwork, and efforts of balancing between the work and the enjoyment of life.
The risk-focused strategies consist of confronting and efficiently managing high risk factors rather than avoid them. Luthans, Vogelgesang, and Lester [83] recommend to reduce the risks of the organization to prevent difficulties or to recover when difficulties are present.
The last way to improve resilience is to apply process-centric strategies. This means to identify, select, develop, use, and maintain the right asset mix to manage risk factors.
Individual innovative behavior
In a competitive global environment, characterized by being both intense and dynamic, the development of new products and processes is increasingly becoming a key aspect of competition. Companies that enter the market faster and more efficiently than their competitors do so by offering products that closely meet the needs and expectations of their target consumers, thus significantly improving their competitive standing [12] [13] [14] [15] .
Innovation is acknowledged as a source of competitive advantage and thus the success of the company. Similarly, different empirical studies have provided evidence of the positive effect of innovation on the company's performance in terms of profitability, growth, and effectiveness [25, 26] . Companies need to innovate in their quest for both long-term survival and competitive advantage [16, 17] .
Innovative work behavior (IWB) can be defined as the set of all individual actions aimed at the. generation, introduction, and application of some beneficial innovation at any level of the organization [84] . Gebert [18] defines innovation as an organization's capacity to improve its products or processes and to exploit the innovative potential and highlights the significance of the innovative initiatives of employees as an important element of organizational innovation, beyond great technological advances.
IWB is also related to the organizational culture, as it can create commitment among the members of an organization in terms of establishing innovation as an organizational value and accepting the common norms related to innovation within the organization [27] . Some studies indicate, e.g., that so-called high-performance practices facilitate knowledge management and information exchange [28] . Various human resource practices that are aligned to promote learning are also associated with a higher level of organizational innovation [29] and organizational commitment [58, [85] [86] [87] ].
Organizational learning capability
Today, organizational learning capability (OLC) emerges as an essential competence for organizations that are capable of evaluating their environment in order to identify opportunities, threats, and pressures for change. It means to develop strategic competences through the learning at all levels of the organization. Studies have shown that organizational learning affects competitive advantage [88] . Also, it affects financial and nonfinancial performance [89] [90] [91] and plays a part in the tangible and intangible benefits of strategic alliances [92] , the unit cost of production [93] , and innovation [94] .
The organization learning capability (OLC) establishes the levels of capability an organization has to apply management practices and maintain a precise and appropriate structure and procedures that enable it to improve, facilitate, and promote learning. This permits the organization to facilitate and promote learning [95] . Goh [96] believes that the growth of these practices will promote greater learning capacity throughout the organization.
Conducting an important review of the literature, Jerez et al. [97] proposed a four-dimensional model that determines organizational learning capability. These dimensions are the commitment by management, a system perspective, openness and experimentation, and knowledge integration and transfer. The first dimension, the commitment by management, refers to the fact that management must recognize the importance of learning, developing a culture that promotes the acquisition, creation, and transfer of knowledge as basic organizational values [19, [98] [99] [100] , and also articulating a strategic vision of learning, making it, in turn, a central element [101] [102] [103] [104] .
The system perspective involves guiding the organization and its members a common identity [30, 105] . Individuals of all levels in the organization must have a clear vision of the objectives and understand how they can assist in their development [101, 106] . Striving for a climate of openness and experimentation necessitates generative learning and mental openness that welcomes the arrival of new ideas and perspectives, both internal and external. This permits constant actualization of the individual knowledge, its expansion, and its improvement [19, 23, 30, 107] .
Knowledge integration and transfer are the fourth dimension, which refers to the two closely related processes that occur simultaneously: the internal transfer and the integration of knowledge. The efficacy of these two processes is based on the prior existence of the capacity for absorption [108] , which implies the elimination of internal barriers that prevent the transfer of the best practices inside the company [109] . Jerez-Gomez et al. [97] used these four dimensions to develop and successfully test a scale to measure organizational learning capability.
Team-member exchange
The relationship of support or exchange between an individual and his or her work team (team-member exchange (TMX)) is defined as the quality of the interpersonal relationships that exist between the said individual and his or her teammates, understood in an integral sense [110, 111] .
This concept, initially proposed by Seers [110, 111] as a construct for generating functions complementary to the quality of the leader-member exchange (LMX), specifically refers to "the individual's perception of his or her exchange relationship with peers within the work group as a whole" ( [110, 111] pp. 119).
Based on LMX theory, [110, 111] suggested that individuals are involved in a process of establishing functions with their work groups. Thus, TMX theory, different to LMX theory, is based on functional theory [112] and social exchange theory [113, 114] . This theory suggests that an individual's responses at work are the product of the interaction between the individual and the set of the issuers of functions with which he or she generally interacts.
Normally, the key members in terms of his/her set of functions are his/her supervisor and colleagues. However, [110, 111] indicates that research on this phenomenon is focused on the supervisor as the issuer of functions, neglecting the effects of work relationships among colleagues in the individual's group. For him, this aspect represents a high importance and is of special interest.
Empirical studies have shown that the quality of TMX is related to the job satisfaction of its members and their performance [110, 111] , as well as the identification, commitment, and turnover rate of the team members [115] . The average level of TMX within a work team is expected to correspond to the group's effectiveness.
Development of the model and our investigation
We designed a model taking alternatively each of the four leader characteristics and combinations of some of them as a variable called psychological leader characteristics (PLC) and test in how they influence IWB, mediated by OLC and TMX. To do so, we studied public secondary education institutions in Colombia, using structural equation models as the statistical methodology to verify those proposed relationships. Figure 2 shows these proposed relations. and contribute to improve the learning capacity organization (OLC) and the team member exchange (TMX), which also influence positively the IWB.
The study, carried out with seven sub-models, each taking one or two variables of the PCL, as shown in the two first columns of Table 1 , demonstrated a conclusive evidence of the positive influence of the characteristics of the leader of the other variables involved, as shown in the following columns of Table 1 . Table 1 presents the standardized coefficients of relationship among the variables studied, all with a statistical significance greater than 99%. It is possible to observe how SE and HP have In summary there are positive influence of SE and HP on OLC, TMZ and IWB, and there are positive influence of OLC and TMX on IWB.
However, the alone RL characteristic does not affect any variable (NS in all relations), and single OP property influences positively in the OLC only. But when these two come together (see sub-model 5 in Table 1) , their positive impact is significant in all the s cases.
When HP and RL act together, the positive impact of the RL is greater (see sub-model 6 in Table 1 ) and when operating SE and HP at the time, the most positive impact is on OLC, TMX, and IWB (see sub-model 6 in Table 1 ). 
Conclusions
The models presented by the studies have positively demonstrated the initially proposed relationships, evidencing the positive correlation between the psychological characteristics of the leader (PLC) of the team leader and the innovative behavior of the individual (IWB); in other words, PLC is a determining group of factors in innovative behavior. Furthermore, the studies provided empirical evidence for the mediating role played by OLC and TMX in this positive relationship between the leader's PLC and the team member's IWB on the work team.
The positive correlation between self-efficacy of the leader and the behavior of the collaborator is demonstrated. Additionally, the hope of the leader presents a positive relationship with the behavior of the collaborator. Optimism and resilience of the leader, by themselves, influence a few or nothing the innovativeness of the employee, but once accompanied by other positive features of the leader, they do. This means that a good way to improve the behaviour of the partners is to improve the psychological characterisiticas (self-efficacy, hope, resilience, optimism) of the leader.
The results shown can be used to make empirical evidence to the relationships among the theoretical constructs. First of all, in agreement with emerging research on social cognitive theory (e.g., [116] ), PCL, OLC, and TMX have an additive effect on their positive relationship with IWB. This offers administrators and organizations opportunities to increase the value of their companies, based on evidence supporting the action of the three aforementioned constructs on IWB. Secondly, this study proposes and provides empirical evidence of the mediation of OLC or TMX on the impact of the leader's PLC on the team member's IBW. In fact, OLC and TMX are positive impacted by PLC, and at the same time OLC and TMX improve IWB. This finding constitutes a significant academic contribution, as it reveals the need to promote the intermediate constructs in order to achieve better performance of PLC on IWB. Both the systemic learning objectives proposed by OLC and the individual behavior related to rational openmindedness promoted by TMX seem to be critical for effective problem-solving and innovative behavior in general.
Also, the demonstrated positive relationship between the quality of TMX and the level of IWB corresponds to a specific aspect of social exchange theory, through mechanisms of perceived organizational support [117] , cohesion, and the generation of trust [118] . In this context, the present research contributes to validating these mechanisms by contributing empirical evidence on the relationship between the two previously mentioned variables.
Other theoretical contribution of this research consists of having empirically demonstrated the positive relationship between TMX and IWB. This relationship was seminally suggested and theoretically defended by Scott and Bruce [110, 111] , but at times, it was the only one of their eight hypotheses not validated by their empirical investigation.
The results of the studies consigned in this chapter provide scientific evidence about the positive and highly significant relationship between the psychological characteristics of the leader (PLC) and the innovative behavior of the team member. It represents a contribution to the knowledge on the handling of complex processes related to human resources in today's organizations, as framed within resource capacity theory, and more specifically, in the field of study of positive organizational behavior, a current research interest [119] .
In the social context, the present research contributes knowledge that the PLC of the leader operates as an antecedent mechanism for promoting the potential innovative behavior of the individual, both directly and in a mediated manner through the perceived levels of organization construct (OLC) and the quality of TMX. Here is where a mechanism of opportunity arises for organizations that are able to incorporate self-efficacy measures into their team leader selection processes, in an effort to increase the impact on the innovative behavior of their team members.
As a practical aspect, we recommend that companies include in their selection processes the study of the psychological characteristics of the leader (SE, HP, OP, Rl). The questionnaires to measure the levels of these characteristics have been included in the appendix to this chapter.
Measurement of the OLC, TMX, and IWB factor questionnaires have also been included, so that a director of human resources can be measured, along the time, the progress of the teams of the company in all factors worked in this chapter.
A. Appendices. Questionnaires for measurements
All measurements (answers) in 1 to 7 scale: 1 (lowest; fully disagree)-7 (highest; fully agree).
Self-efficacy measurement questionnaire (in Ref. [46] ).
To be applied to the individual who is (or a candidate to) a leader:
How confident would you feel? (1: lowest; 7: highest).
1.
Analyzing a long-term problem to find a solution.
2.
Representing your work area in meetings with senior management.
3.
Designing new procedures for your work area.
4.
Making suggestions to management about ways to improve the work of your section.
5.
Contributing to discussions about the company's strategy.
6.
Writing a proposal to spend money in your work area.
7.
Helping to set targets/goals in your work area.
8.
Contacting people outside the company (e.g., suppliers, customers) to discuss problems.
9.
Presenting information to a group of colleagues.
10.
Visiting people from other departments to suggest doing things, differently.
Hope measurement questionnaire (in Ref. [10] ).
How much do you agree with the sentence? (1: fully disagree; 7: fully agree).
1.
If I should find myself in a jam at work, I could think of many ways to get out of it.
2.
At the present time, I am energetically pursuing my work goals.
3.
There are lots of ways around any problem.
4.
Right now, I see myself as being pretty successful at work.
5.
I can think of many ways to reach my current work goals.
6.
At this time, I am meeting the work goals that I have set for myself.
Resilience measurement questionnaire (in Ref. [120] ).
1.
When I have a setback at work, I have trouble recovering from it and moving on.
2.
I usually manage difficulties one way or another at work.
I can be "on my own" if I have to.
4. I usually take stressful things at work in stride.
5.
I can get through difficult times at work because I've experienced difficulty before.
6. I feel I can handle many things at a time at this job.
7. I am determined.
8.
My belief in myself gets me through hard times.
9.
My life has meaning.
I have enough energy to do what I have to do.
Optimism measurement questionnaire (in Ref. [121] ).
1.
In uncertain times, I usually expect the best. 11. I'm a believer in the idea that "every cloud has a silver lining."
I rarely count on good things happening to me. (Reverse)
Organization learning capability questionnaire.
To be applied to the collaborator:
Leadership
1.
The managers frequently involve their staff in important decision-making processes.
2.
Employee learning is considered more of an investment than an expense.
3.
The firm's management looks favorably on carrying out changes in any area to adapt to and/or keep ahead of new environmental situations.
4.
Employee learning capability is considered a key factor in this firm.
5.
In this firm, innovative ideas that work are rewarded.
6.
All employees have generalized knowledge regarding this firm's objectives.
7.
All parts that make up this firm (departments, sections, work teams, and individuals) are well aware of how they contribute to achieving the overall objectives.
8.
All parts that make up this firm are interconnected, working together in a coordinated fashion.
9.
This firm promotes experimentation and innovation as a way of improving the work processes.
10.
This firm follows up what other firms in the sector are doing, adopting those practices and techniques it believes to be useful and interesting.
11
. Experiences and ideas provided by external sources (advisors, customers, training firms, etc.) are considered a useful instrument for this firm's learning.
12.
Part of this firm's culture is that employees can express their opinions and make suggestions regarding the procedures and methods in place for carrying out tasks.
13.
Errors and failures are always discussed and analyzed in this firm, on all levels.
14.
Employees have the chance to talk among themselves about new ideas, programs, and activities that might be of use to the firm.
15.
In this firm, teamwork is the usual way to work.
16.
The firm has instruments (manuals, databases, files, organizational routines, etc.) that allow what has been learned in past situations to remain valid, although the employees are no longer the same.
Team member exchange measurement questionnaire (in Ref. [111] ).
How much do you agree with the sentence? (1: fully disagree; 7: fully agree)
1. The partners I work with help me to learn new ways of doing things at work.
2.
The partners I work with are confident that I'll be at the height of what is expected of me at work.
3. I suggest to my colleagues ways to improve the ways of doing things, and that does not cause them any problems.
4.
When I screw something, my coworkers tell me with total naturalness that I do not have any fear of getting offended.
5.
When my coworkers make something wrong, I tell them with total naturalness that there is no fear for them to get offended.
6.
My coworkers recognize my professional potential.
7.
My colleagues understand my problems.
8. I have much flexibility when it comes to exchanging shifts, working hours, or tasks with my coworkers.
9.
Usually, when I can't do something or have a problem, I ask my colleagues for help.
10.
Usually, when a coworker doesn't know what to do or have a problem, I offer him my help.
11.
If a partner is saturated with work, I usually offer him a help, even though those tasks do not correspond to me.
12.
If I'm saturated with work, my colleagues usually offered me a help, though these tasks do not correspond to them.
Innovative work behavior measurement questionnaire (in Ref. [20] ).
